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Abstract: Harassment has been a pervasive social
issue since the dawn of human history. With the
rapid expansion of society, it has become
commonplace for one person to cause trouble for
another. Harassment in the workplace includes
any conduct that demeans or threatens an
individual employee or group of employees. It has
become a vital concern for practitioners and
researchers to focus on workplace harassment, as
it is one of the most delicate issues in effective
workplace management, as aggressive workplace
behaviours are a significant source of stress. There
is an ongoing debate about whether workplace
harassment affects employees’ job satisfaction, is
detrimental to their personal lives, and
contributes to various social problems. Hence, the
prime intention of the study is to determine the
nature of workplace harassment and its impact on
society. A systematic qualitative review was
conducted to integrate previous empirical
research studies and investigate the "themes" that
span individual qualitative studies; articles were
selected using the purposive sampling technique.
Accordingly, a thematic analysis method was used
to conduct the narrative synthesis. In line with the
study, it is revealed that harassment can affect
anyone in any workplace. While generalisations
about harassers and organisational risk factors
can foster a culture of harassment, toxic
behaviours and harassment are not mutually
exclusive. According to the study, harassment can
affect anyone at work. Toxic behaviour and
harassment are not mutually exclusive, despite
the fact that generalisations about harassers and
organisational risk factors can foster a culture of

62

harassment. As a result of workplace harassment,
a large number of individuals have suffered, which
may affect their mental and social health and
cause them to become addicted to inappropriate
behaviours.

Keywords: Bullying, Mobbing, Workplace
mistreatment

1. Introduction

Since the dawn of human history, harassment
has been a pervasive issue in society. With the
rapid growth of the mankind, it became common
for one human being to cause trouble for
another. Simultaneously with the abolition of the
feudal social system and the advent of
industrialization, the complexity of human
lifestyles increased, and the lifeforms have
become complex in the 21st century as the
precursor to modern society. In a monetary-
based economic and social system, employment
has become essential for survival. In the modern
world, the employment field is divided into two
groups of categories as private and public
segments. Harassment in the workplace includes
any conduct that demeans or threatens an
individual employee or group of employees
(Williams, 2001). It has become a crucial fact for
practitioners and researchers to focus on
workplace harassment, as it is one of the most
delicate issues in effective workplace
management, aggressive  workplace
behaviours are a significant source of stress
(Tehrani, 2004). The issue of workplace
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harassment is often overlooked by managers in
Asian nations (Rokonuzzaman et al, 2011).
Researchers and governments have given it
considerable consideration since the 1980s.
and bullying significant
psychosocial hazards according to international
occupational health and safety legislation
(Concha-Barrientos et al, 2001). Workplace
harassment includes overbearing supervision,
constant criticism, and a dearth of promotion
opportunities (Landau, 2018). Moreover,
workplace harassment is belittling, or
threatening behaviour directed at an employee
or employees. Workplace harassment is
becoming one of the most sensitive areas of
effective workplace management. Shetty et al.
(2017) used a quantitative cross-sectional
exploratory survey to identify workplace
Harassment among employees and revealed that
workplace harassment needs immediate
attention to improve. Although most employees
have experienced harassment they fear losing
their jobs and facing other repercussions if they
speak out the truth (Shetty, 2017).

Harassment are

Accordingly, there is an ongoing debate about
whether  workplace  harassment  affects
employees' job satisfaction, is detrimental to
their personal lives, and contributes to various
social problems. Hence, the prime intention of
the study is to determine the nature of
workplace harassment and its impact on society.

2. Methodology

To identify the nature of workplace harassment
and its impact towards the society, a systematic
qualitative review was conducted sing previous
empirical research studies and the articles were
selected using the purposive sampling method.
In line with that, the thematic analysis method
was utilised to conduct the narrative synthesis.

3. Discussion

There are several synonyms for emphasising the
term of workplace harassment as "Mobbing,"
"workplace bullying," "workplace
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mistreatment,”
"workplace molestation,” and "workplace
abuse." (Lewis et al, 2002). The term
"harassment” refers to multiple types of
discrimination and acts of violation committed
in the workplace, and they are not limited to a
single group of individuals. The various forms of
inappropriate behaviour in the workplace can be
roughly classified as either emotional abuse or
physical abuse. These forms of harassment in the
workplace are directed at a wide range of
individuals, including women, men, racial
minorities, homosexuals, individuals with
disabilities, immigrants, and others. Harassment
in the workplace cannot be characterised by a
single definition that is both consistent and

"workplace aggression,”

concrete, which necessitates a pluralistic
approach (Brooks, 1999). Workplace
harassment can be defined as "repetitive

irrational behaviour that endangers the health
and safety of an employee or group of
employees." Harassment in the workplace can
take the form of systematic discrimination or
assault. Harassment in the workplace can be
harmful to both a person's physical and mental
health (Ezer, 2012). According to Rosa Brook,
workplace harassment is based on two premises.
First, everyone should have the right to be "free
from abusive treatment at work," regardless of
gender, race, sexual orientation, or any other
defining characteristic. As the right to be free
from abuse is a fundamental human right, any
form of discomfort or discrimination in the
workplace is considered harassment. Secondly,
workplace harassment results in problems that
are detrimental to the victims. In the workplace,
discrimination prevents victims from advancing
their careers, thereby reducing their capabilities
(Brooks, 1999).

A prevalent misconception about workplace
harassment is that it consists solely of sexual
harassment in the workplace. Although sexual
harassment is a prevalent form of workplace
harassment, the United States Department of
Labor defines workplace harassment as more



than just sexual harassment. "It may involve
'quid pro quo harassment, which occurs when
employment decisions or treatment are based
on submission to or rejection of unwanted
behaviour, typically of a sexual nature. It is so
severe or pervasive that it creates a hostile or
offensive work environment or results in a
negative employment decision.”" Consequently,
workplace harassment is a broader category that
("Workplace
harassment”, 2011). In accordance with the
previous empirical research studies and the
relevant literature, there are several distinct
types of workplace harassment have been
identified, as below-mentioned Figure 01.

includes sexual harassment
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Figure 01: Types of workplace harassment
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A. Personal Harassments

Personal harassment is not based on one of the
protected classes, such as religion, race, or
gender. It is the most basic form of bullying, and
while it is not illegal, it can still cause significant
of personal
harassment could be identified as inappropriate

harm. There are few types

comments, offensive jokes, critical remarks,
ostracizing behaviors, intimidation tactics and
personal humiliation (Yahnke, n.d). Personal
harassment frequently referred to as bullying in
the workplace, has historically been kept secret,
and those who were tormented personally have
suffered in silence. A significant percentage of
the targets either left the organization or became
passive-aggressive team members. On the other
side, personal longer
concealed. This issue is becoming a significant

harassment is no
factor in low morale, high employee turnover,

and rising workplace violence (Morrison, 2006).

B. Physical Harassment

Physical harassment also referred to as
workplace violence, is a form of workplace
harassment characterized by physical attacks or
threats. In extreme circumstances, physical
harassment may constitute an assault. Physical
gestures such as playful pushing can blur the line
between appropriate and inappropriate, as it is
up to the recipient to determine whether the
behaviour makes them feel uncomfortable.
Physical harassment should be taken very
seriously in the workplace and thoroughly
explained in codes of conduct and policies to
better define this line. Direct threats intending to
inflict harm are one of the few types of physical
harassment that can be identified. Other types of
physical harassment attacks,
threatening behaviour, and property destruction
are all forms of intimidation (Layden, 1996). The

definition of workplace violence is physical threats

include as

and assaults against employees. Two primary



perpetrators of workplace violence are criminals
posing as clients and fellow employees
(LeBlanc,2002).

C. Power Harassment

A common form of workplace harassment,
power harassment, is characterized by an
imbalance of power between the harasser and
the harassed. The harasser exercises their
authority by intimidating a subordinate victim in
the workplace. The harasser is frequently a
supervisor or manager who victimizes
subordinates (Takano, 2021).
harassment is not restricted to a particular type
of conduct. It can be either verbal in the form of
intimidation or physical in the form of violent
acts. Most of the time, it is psychological. The
harasser subjects the victim to impossible and
unreasonable demands, Demands well below the
employee's skill level, and intrusion into the
employee's private life (Hsiao, 2014).

Power

D. Discriminatory Harassment

All  unlawful workplace harassment is
discriminatory; however, unlike verbal and
physical harassment, discriminatory

harassment is defined by its intent rather than
its execution. In this instance, the bully is
harassing the victim in part due to the victim's

membership in a protected class. Racial
harassment, gender Harassment, Religious
Harassment, disability-based harassment,

sexual orientation-based harassment, and age-
based harassment are the most prevalent and
easily identifiable forms of discriminatory
harassment (Okechukwu et al., 2014). A person's
race, skin colour, ancestry, origin, country, or
citizenship can all be factored in whether they
are the target of racial harassment. Even
people's preconceived notions about what it
means to be a particular ethnicity could be to
blame. Racial harassment frequently forms slurs,
insults, jokes, degrading comments, intolerance
of differences, and disgust at those who are
different (Kirkinis, 2022). Harassment based on
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a person's gender is characterised by
discriminatory behaviour. Often, the harassment
is motivated by negative gender stereotypes
regarding how men and women should or act
(Main, 2021). Harassment based on disability is
a form of workplace harassment that targets
people who either suffer from a disability
themselves, are acquainted with a disabled
person, or use disability services. Harassment
based on disability can take place in a variety of
settings. A person with a disability may be
subjected to harassment by hurtful teasing,
patronising comments,
reasonably accommodate the person's needs or
isolation (Cantu & Heumann, 2002). Harassment

and refusals to

based on a victim's sexual orientation is
acknowledged as a valid form of discrimination
in the workplace. Harassment is directed at
victims because their sexual orientation differs
from those in their immediate environment.
Depending on their work line, individuals of any
sexual orientation may be subjected to this form

of harassment (Badgett et al., 2008)
E. Psychological Harassment

When someone is subjected to psychological
harassment, it can negatively affect their mental
health (Sondaite & Vinciiinaité, 2017). Those
subjected to  psychological
frequently  experience  humiliation
invalidation on either a personal or professional

harassment
and

level or on both. The damage is done to a victim's
psychological well-being frequently causes a
domino effect, which affects the victim's
physical, social, and professional health (Glina &
Rocha,2017). Some examples of psychological
harassment include isolating or denying the
victim's presence, belittling or trivialising the
victim's thoughts, discrediting the victim or
spreading rumours about the victim, and
opposing or challenging everything the victim
says (Trépanier et al., 2012).

F. Cyberbullying Harassment



Employers are adopting new technology to
attract younger workers and reap the benefits of
a digitally interconnected environment. Instant
messaging tools such as Slack and Workplace by
Facebook, for instance, provide ease and speed
(Karthikeyan, 2020). Nonetheless, there are
disadvantages to this digital world. Examples of
Online Harassment Cyberbullying and online
harassment pose a significant threat to
employers. Among many other things,
cyberbullies may distribute  humiliating
information about the victim via bulk email or
chat and Spread misinformation or rumours
about the victim on social media (Madden & Loh,
2018).

G. Retaliation Harassment

A form of workplace harassment that is
frequently ignored is referred to as retaliation
harassment. This covert method of retaliation is
also known as indirect retaliation (Solano &
Kleiner, 2003). When someone harasses another
individual with the intention of exacting revenge
and discouraging the victim from acting
similarly in the future, this type of behaviour is
known as retaliation harassment (Vodanovich &
Piotrowski, 2014).

H. Sexual Harassment

Choo et al. (2021) have stated in their study of
“Sexual Harassment in Workplace” that Sexual
harassment is one of the numerous difficulties
employees deal with. It has adverse effects on
both genders, but women are disproportionately
affected. Moreover, due to the increasing
number of sexual harassment cases involving
employees, it is necessary to investigate this
issue in depth to better understand its causes
This help movements,
and others work towards a

and effects. will
programmes,
resolution. It would result in a safer workplace
where gender equality and the rights of all
employees are respected (Choo et al, 2021).
Sexual harassment is unwanted sexual advances,

behaviour, or conduct. Courts view sexual
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harassment in the workplace as unlawful
discrimination (Mcdonald, & Charlesworth,
2015). Other types of harassment may take time
and increase severity to create a hostile work
environment, but sexual harassment usually
causes discomfort and negatively impacts the
victim immediately (Hersch, 2018). Sexual
harassment includes pornography, posting
posters, sexual comments, jokes,
questions, inappropriate sexual touching, and
invading personal space sexually (Hadi, 2018).
Quid pro quo sexual harassment is yet another
form of workplace sexual harassment in society.
The phrase "this for that" translates to "quid pro
quo,” a form of exchange-based sexual
harassment (Chen, 2015). If an employee is
offered employment benefits on the condition
that they engage in sexual behaviour, this is
commonly referred to as quid pro quo sexual
harassment (Scalia, 1998). Typically, a manager
or senior-level employee, the harasser may offer
something of value in exchange for a sexual
favour. It is also a type of blackmail. Categories
of Quid Pro Quo Sexual Harassment is in
exchange for romantic or sexual services, and
the victim could receive a job offer, receive a
promotion, raise,
opportunities, avoid a demotion, and Avoid
termination (Dickinson, 1995). Quid pro quo
sexual harassment can be either explicit or
implicit. The harasser may either directly or
subtly request the exchange (Brase & Miller,
2001).

sexual

receive a receive

I Third Party Harassment

The term third-party harassment refers to a
form of workplace harassment committed by an
individual not affiliated with the organisation in
which they are employed (Middlemiss, 2020).
Instead of being a boss, supervisor, or colleague
at the company, the offender is a vendor,
supplier, customer, or client of the business. The
victims are typically young adults working jobs
with low status or low power (Barth, 2013).
They are the ideal victims because of their



positions in the company, their lack of
experience, and their unwillingness to cause a
scene. As aresult of the fact that it does not fit the
typical narrative, third-party harassment
continues to be under-recognized (Hand, 2013).

J. Verbal Harassment

One of the potential causes of verbal harassment
in the workplace is personality conflicts that
have grown to the point where they are no
longer resolved with a simple eye roll or
something more serious (Zaidan, & Pandin,
2021). Verbal abuse, in contrast to forms of
harassment based on discrimination, is
frequently not considered illegal. Someone who
is consistently mean or unpleasant can be
engaging in verbal harassment (Romond, 2022).
Because of this, a significant amount of verbal
harassment can be particularly harmful because
it frequently goes unnoticed and unresolved
(Roshaan, 2018).

K. Impact of Workplace Harassment on Society

There is a positive correlation between the
amount of alcohol consumed and the severity of
harassment in the workplace. People drink for
various reasons, one of which is to self-medicate
the uncomfortable feelings resulting from
problematic social conditions. Therefore, an
increase in the consumption of alcohol is linked
to the negative social distress experienced in
workplaces. In addition, because sexual or racial
harassment in the workplace cannot be easily
distinguished from workplace harassment,
victims are unable to seek redress through the
legal system or from institutions. Instead, they
turn to drinking to relieve the emotional strain
in their lives (Richman et al., 2001). According to
a study conducted by Nolen-Hoeksema and
Harrell in 2002, although both men and women
are at risk of developing an alcohol use disorder
because of harassment in the workplace, men
are more likely to cope with the situation by
drinking than women are. On the other hand,
women rely on their more extensive network of
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social connections to find emotional support
(Rospenda, 2008).

Moreover, a survey conducted in 2004 on a
representative sample of workers at a plant that
assembles heavy machinery discovered that
women are more sensitive and receptive to
harassment in the workplace, and as a result,
women have a greater tendency to drink
(Messick, 2004). Women tend to experience
more consequences
consumption compared to men (Rospenda,
2008). A mail survey completed at four different
points by a cohort of 1,654 employees revealed
that the positive correlation between alcohol
consumption and workplace harassment
persists after retirement.
immediate stressors are absent, the victims'
alcohol consumption remains elevated. The
reason for the lasting effect, according to the
study, is that moderate alcohol consumption
may have inhibited self-medication of stress-
induced distress during work role occupation
(Richman, 2006). When a person has post-
traumatic stress disorder (PTSD), their place of
employment may be a battlefield for them. PTSD
is commonly thought of as a wound sustained
during combat but can also affect workers. The
study also shows that the severity of post-
traumatic stress disorder (PTSD) varies
depending on the time that harassment was
experienced and how persistent it was. The
more recent and frequent the harassment in the
workplace, the more severe their post-traumatic
stress disorder (PTSD) symptoms were
(Matthiesen, 2004). According to a study by
Mikklesen et al. (2002), 76 per cent of
respondents experienced PTSD. However,
Mikklesen and Einarsen qualify the notion that
workplace harassment directly causes PTSD.
They contend that other traumatic events, not
workplace harassment, are primarily
responsible for the victims' PTSD symptoms. The
study concludes that the exposure of victims to
other traumatic life events may increase their

severe from alcohol

Even when the



susceptibility to  workplace  harassment

(Mikkelsen et al., 2002).

In addition to PTSD and alcoholism, victims of
harassment in the workplace also experience
various detrimental psychological effects. An
examination of the self-reported health
symptoms and the physiological stress reactivity
of 437 employees reveals that employees who
have experienced workplace harassment exhibit
a higher level of anxiety and nervousness when
compared to employees who have not been
subjected to such harassment on the job. This
finding contrasts with employees who have
never been subjected to such harassment
(Hansen et al, 2006). A survey conducted by
another with 156 victims of
workplace harassment found that 79.4 per cent
of respondents suffer from stress, 64.7 per cent
from depressive symptoms, 64 per cent from
tiredness, 59 per cent from a lack of confidence,
58 per cent from humiliation and guilt, and 58
per cent from nightmares (Lewis, 2001).

researcher

4. Conclusion

According to the study, harassment can occur in
any workplace and affect any employee. Toxic
behaviours and harassment are not mutually
exclusive, despite the fact that generalisations
about harassers and organisational risk factors
can contribute to the development of a
harassment culture within an organisation. It is
also possible to conclude that, as a result of the
numerous forms of workplace harassment, a
large number of individuals have endured
suffering, which may affect their mental and
social health and may also lead them to become
dependent on inappropriate behaviours.
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